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HUMAN RELATIONS TRAINING 


By Leland P. Bradford 
Director, National Training Laboratories 


The goal of human felations training is change in the behavior of the person being trained. 
Merely adding to his knowledge, or creating a shift in his attitudes is not enough and does not 
usually bring about a change in the way the individual actually behayes. He must develop behavioral 
skills to carry out new knowledge. Therefore, traditional methods of teaching facts and ideas, or 
methods of propaganda, or exhortations to change attitudes are not usually effective methods of 
training in human relations. 


Out of social science research eight general areas of study might be cited as notable sources 
of contribution to a present theory of human relations training. 


1. Information Theory. Here is indicated that behavioral learning and change seem best 
accomplished when sensory-motor systems are improved through periodic reporting back of data 
about the consequences of present behavior in respect to desired goals. Feedback as a concept 
should develop awareness of potentiality andof present inadequacy, as well as to increase sensitivity 
to data and to open new channels of communication. 


2. Discussion, Decision-making, and Involvement. Lewin’s original studies indicated that 
decision-making in group discussions was far more effective in bringing about change in various 
food habits than were lectures and other didactic methods. More recent studies sharpen these studies 
and indicate that involvement in decision-making rather than discussions is the effective agent in 
creating change. 


This area of exploration has given strong research support to the finding that training cannot 
rely upon didactic methods of presenting knowledge with the hope that behavioral change will occur, 
but must involve the learner in the process of making changes. Such involvement, usually in group 
learning situations, must provide opportunity for the learners to participate in common behavioral 
situations and to gain feedback from the group about the consequences of their actions. It is not 
enough, in other words, for the foreman, supervisor, shop steward, executives, organizational and 
community leaders to be given facts about human relations, to be encouraged to change, or to have 
demonstrated better ways of behaving. He needs to be involved in learning situations where he can 
actually participate in human relations situations, and in the analysis of his and others behavior in 
the situation. 


3. Emotional Climate. From the field of psychotherapy has come considerable understanding 
of the importance of emotional climate in creating and maintaining change. Permissiveness to 
admit need for change, emotional support while gaining skill in new areas are all crucial to human 
relations training where individual sensitiveness is high. 
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HUMAN RELATIONS TRAINING (Continued from page 1) 


4. Interpersonal Perception. Studies on positive and negative feelings about other members, 
accuracy of interpersonal perception as related to personal effectiveness as a member of a training 
group, and sociometric studies of group composition and relationship within the group all have im- 
portance for training groups. The extent to which people vary in their empathic ability and their 
awareness of others’ points of view have implication for training group composition and certainly 
for training leaders. 


5. Group Functioning. Studies in group standards, group cohesiveness and its effect upon 
individual change, group pressures, group goal setting, locomotionand group growth have important 
implications for human relations training. Such research indicates the extent to which a group can 
encourage its members toward change, can develop attractiveness holding the individual in the group 
while training forces are active toward change. Recent experience in human relations training, 
supported by research in group dynamics, indicates that when the group is helped to become an 
organism or unit, potentiality for change in the individual is usually measurably increased. 


6. Personality Study. What kinds of personality structures will be most resistant to change? 
What kinds of group and trainer support will be needed for what personality types? What is the 
optimum group composition for effective group work and individual learning? Among the many 
personality studies a few have been directed toward problems of training. Stock and Thelen’s 
book reports studies in the results of eliminating from groups individuals with tendencies toward 
fight, flight, or dependency relations. The data indicate the importance of temperamental factors 
in group composition. 


7. Leadership. Recent research has tended to place less emphasis upon traits of recognized 
leaders and more on determining group needs for leadership at various times, multiplicity of leader- 
ship needs felt by a group and the ways in which leadership is a function of the group. This new 
trend in research obviously has important effects upon the development of an adequate program of 
human relations training. 


8. Training Methods. The development of role-playing from Moreno’s psychodrama and 
sociodrama has been a major method. The National Training Laboratories has developed a number 
of methods as well as a total approach to human relations training. The case method developed at 
Harvard and the Incident Method at MIT areother examples of new developments in human relations 
training. All of these methods and approaches stress participation of the trainees in common 
situations and the analysis of their behavior, or of the behavior of others with whom they vicariously 
relate. 


All of these areas of research, experimentation, and exploration have combined in the develop- 
ment of an approach to human relations training having for its goal the encouragement of behavioral 
change. It should be kept in mind that the ultimate target of training is changed behavior maintained 
back on the job. If the purpose is foreman or supervisory training, management development or 
training of shop stewards, the hoped-for result is that the foreman, supervisor, manager, shop 
steward, or trade union leader will actually be able to do a more effective job of leading others 
and relating to them than he has before. Not only is it hoped that his knowledge about people is 
expanded and his attitudes toward them different, but that he is also more sensitive to their feelings 
and needs and more skillful in working with them. 


Note 


An expanded version of the above 
material, including references, may 
be obtained upon request from the 
National Training Laboratories. 
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REVIEW OF NATIONAL TRAINING LABORATORIES ACTIVITIES 


New Experimental Laboratory in Community 
Leadership 


Plans for an experimental laboratory in 
Community Leadership Training have moved to 
the point where applications are now being ac- 
cepted for the laboratory — a major innovation 
this year to meet the increasing need for trained 
community leaders. This laboratory will be held 
at Bethel, June 26 - July 8, 1960. Curtis Mial, 
community specialist working as a consultant 
with NTL in developing this project, has been 
meeting with the advisory task force to work 
out a laboratory design which will be geared 
especially to the needs of the community 
worker. 


New Officers for NTL Board 


At the October meeting of the NTL National 
Board George Corwin of the National Board of 
YMCAs was elected Board President and David 
R. Hunter of the Episcopal Church was chosen 
Vice Chairman. Robert F. Shea of the American 
National Red Cross was elected to the Executive 
Committee. 


NTL Board Activities 


Actions of the NTL Board at their October 
meeting included: 


1. Ronald Lippitt’s resignation from the 
Board was accepted to allow him todevote more 
time to NTL research and writing. Dr. Lippitt 
is research professor, University of Michigan 
Group Dynamics Center. 


2. Don Klein, Executive Director, Human 
Relations Service of Wellesley, Inc., and Gil 
Krulee, Department of Engineering Administra- 
tion, Case Institute of Technology, have been 
nominated as candidates for the vacancy on the 
Board created by Dr. Lippitt’s resignation. 


3. Dorothy Stock was chosen chairman of 
the Research Committee. 


4. Robert Kahn of the University of Michi- 
gan was selected as chairman of the Program 
and Design Committee. 


5. A new internship program for six to 
eight qualified social scientists at the pre- or 
post- doctoral level was initiated. Those select- 
ed for this program would receive a broad and 
intensive training experience at Bethel in prepa- 
ration for future training activities. Inaddition, 
a more intensive advanced trainer program is 
being developed by the Trainer Development 
Committee. 


S.A.M. - N.T.L. Workshops 


In connection with the Society for the Ad- 
vancement of Management, NTL has completed 
two successful workshops in Leadership De- 
velopment. In Asheville, North Carolina, Warren 
Bennis, Max Birnbaum, and Ed Schein conducted 
one workshop October 24-30. Focus of the 
program was the multiple roles of the manager. 


South Bend, Indiana was the scene of a 
second workshop November 8-13. Staff members 
were Vlad Dupre, Elmer Van Egmond and Dick 
Wallen. 


Two other S.A.M. workshops are scheduled 
in coming months. There will be program in 
San Francisco January 31 - February 5, 1960, 
and another at Cerami’s Resort, Burlington, 
Wisconsin, May 15-20, 1960. 


St. Elizabeth’s Hospital Workshop 


NTL conducted a week-long laboratory for 
supervisors of the St. Elizabeths Hospital Oc- 
tober 26-31. Meetings were held in the Health, 
Education and Welfare Building in Washington, 
D. C. Bill Dyer and Bob Vandivier were staff 


representatives. 


St. Elizabeths is the largest mental hospital 
in the country with some 7500 patients. The 
workshop was oriented towards hospital super- 
visors and focused on the skills important in 


supervision. 
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REVIEW OF ACTIVITIES (cont. from page 3) 


Puerto Rico Laboratory 


Under the sponsorship of the Office of Per- 
sonnel of the Commonwealth of Puerto Rico, 
NTL conducted a two-week training program for 
executives from various agencies of the Puerto 
Rican Government. Fifty-five executives met for 
the laboratory at the El Barranquitas Hotel from 
November 8 - 21. 


The delegates participated in daily sensi- 
tivity training groups, theory sessions with dis- 
cussion groups, practice and application ses- 
sions, and consultation sessions focusing on 
back-home problems. Staff included Don Klein, 
Don Orton, Curt Mial, Luis Morales, Ixia 
Sifontes, Lolin LaCaro, Luz Matos, Irma Vigo, 
Gordon Lippitt and Bill Dyer. 


Session || — Fifth Management Work Conference 


Because of the overwhelming number of 
applications to the Fifth Management Work Con- 
ference, it has been necessary to schedule a 
second session of this laboratory for manage- 
ment. 


The first session will be held January 24 - 
February 5, 1960 at Arden House, Harriman, 
New York. The second session will also be at 
Arden House from February 27 to March LI, 
1960. Conference design and faculty will be 
generally similar for both sessions. 


Progress Report of 1960 Laboratories 


1. Fifth Management Work Conference. As 
noted above, this lab has been divided. Approxi- 
mately 100 applications have been received or 
spoken for. 


2. Second National Organizations Labora- 
tory, Williamsburg Lodge, Williamsburg, Vir- 
ginia, February 14 - 26, 1960. Over 30 delegates 
have been accepted to date. 


3. Fifth Annual Protestant Church Labora- 
tory, Green Lake, Wisconsin, April 24 - May 6, 
1960. Response to this laboratory has been en- 
thusiastic with over 55 applications already 
accepted. 


4. There will be two Human Relations 
Seminars, January 25 - 29, for the Young 
Presidents Organization Wives. Held concur- 
rently, one seminar will meet at Lake Arrow- 
head, California and the other at the Charter 
House Motel, Washington, D. C. 


5. Applications are now being accepted for 
the summer Bethel programs — Human Re- 
lations Laboratory, Education Lab, and Com- 
munity Leadership Laboratory. 


PERTINENT PUBLICATIONS 


1. INTRODUCTION TO GROUP DYNAMICS by 
Malcolm and Hulda Knowles, New York, 
Association Press, 1959. A good basic state- 


ment of this important field. 


2. THE SOCIAL PSYCHOLOGY OF GROUPS 
by John W. Thibaut and Harold H. Keller, 
New York, John Wiley and Sons, 1959. Pro- 
fessional level book especially focused on 


small groups. 
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